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|. Executive Summary

The Acquisition Workforce Competency Survey Report summarizes the results of the 2012 Acquisition
Workforce Competency Survey (AWCS) administered by the Federal Acquisition Instituie ¢iwARN
agency acquisition workforce membeérscollaboration vith the Office of Federal Procurement Policy
(OFPP), the Chief Acquisition Officers Council (CAOC) and theoOffersonnel Management (OPM).

Conducted biannually, the purpose of the AWESvofold:
1. Identify and prioritie the developmental needs of the Federal civilian acquisition workforce
defined as acquisition professionals in the three Federal Acquisition Certification (FAC) program
areas: contracting professionals (FA® = / 2y G NI OG Ay 3 hTFEORENERA wSLINE
Program and Project Managers (FREM).(Note: The Department of Defense was not included
in the 2012 AWCS survey samphmd

2. Inform the allocation of resources to enhance acquisiietated developmental opportunities

A skilled and knowledgeable acquisition workforce is essential for efficient and effective government
operations, as well as the stewardship of taxpayer dollars. The Performance and Management Section of
GKS t NBAARSY(Qa C, emphasizes.Kd3R ASVLI2{Ndzd WAOSSE Aaeyiledt RS @3St 2 LIA
FOlidZA aAGA2Y 62N] F2NOS¢ o6& dzy RSNIIF1Ay3 GiGKS KdzvYl y
Federal contractintyp £

' RYAYAAGNI GA2yQa F20dza 2y | Olj dzA & A ( mRegfittos 2 NJ F 2 N
NEda GKS OKIFffSyaSa ARSYGAFASR Ay GKS ! o{® D2¢@
adl dSa (dtthga o trainédr@uisitiéh personnel impedes the capacity and capability of
agencies to oversee and manage contract thave become more expensive and increasingly
complexX® é
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2012 AWCSHighlights
1 A dramatic increase in the number of survey participants:
0 9,791 aquisition professionals from 4ivilian departments andgencies completed
the survey
0 This is anincrease o#2% over the 6,907 participants that completed the survey in 2010
1 An expanded number of competencies within the FAC program ayiedding a more detailed
understanding of the strengths and opportunities for developing this critical workforce
91 Evidence oh strong relationship between time spent and technical proficiency within each FAC
program area
1 Trend analysis identifying declining proficiencies within certampmtencies dating back to
2008
1 When compared with previous survey samplagreater perentage of individualg the 2012
samplewith limited Federal acquisition experien@ee., 1-3 years of experienceplso,a slightly
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http://www.whitehouse.gov/sites/default/files/omb/budget/fy2013/assets/management.pdf
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lower percentage of acquisition professional2012with significant acquisition experience
(i.e.,greater than 20 year of experience)

2012 AWCS Sample Demographics

T oXyndg O2yidNI OlAYy3a LINRPFSaaArAz2zylftaX nImny [/ 2y (NI O
Program and Project Managers (P/PMs) responded to the 2012 AWCS Survey. These program
areas make up 36%, 38%, &tPbo of the sample, respectivgljote: Some survey respondents
belong to more than one program area.)

1 In their respective FAC program aredg,41 respondents (18%) are working toward a Level 1
certification, but have not yet obtained it; 1,986spondents (20%) have a Level 1 certification;
3,833 respondents (39%) have a Level 2 certification; and 2,281 respondents (23%) have a Level
3 certification.

1 3,132 respondents (33%) are in the 1102 occupational series; 906 respondents (10%) are in the
343 series; and 586 (6%) are in the 2210 series. The remaining 51% of the sample is spread
across a number of different occupational series.

1 614 respondents (6%) have less than one year of Federal acquisition experience; 2,048
respandents (21%) have-3 yeas of Federal acquisition experience; 3,245 respondents (34%)
have between 4 and 10 yearskedderal acquisition experience, and 3,721 respondents (39%)
have over 10 years ¢&kderal acquisition experiencE€omparatively7% of 2010 AWCS
respondents had lessthan one year of Federal acquisition experiedd®o of 2010 AWCS
respondents had-B years of experience, 32% of 2010 AWCS respondents had between 4 and
10 years ofederal acquisition experience, and 43% of 2010 AWCS respondents had over 10
years offederal acquisition experience.

The2012 AWCS8nablesFAl to continue serving asconduit to developing a skilled acquisition

workforce and improving existing acquisition human capital planning activities. In addition, the AWCS

allows the acquisition commity to make an informed investment in the Federal workforce that spends

more than$500 billion of taxpayer dollars, while maintaining integrity, fairness, competition and
2LISyySaa RdzZNAyYy3I GKS 32 Aspdiicda yrAl @il usé 2DP\WBSHesuitdt@ y LINE O
prioritize future training opportunities to fulfill its mission of advocating acquisition workforce

excellence through Federal acquisition certification trainfgylwill utilize these results to partner

with Acquisition Career ManagefACMs) andagency acquisition leadership to examimere effective

ways of incorporating survey data into their annual acquisition human capital planning activities.

FEDERAL ACQUISITION INSTITUTE 2| Page



[lI. Introduction

Themission of theFederal Acquisition Institute (FAd)to serve as thpremierorganization and nexus to
promote the development of an agile and quality governmesde acquisitiorworkforce FAI

advocates foracquisition workforce excellence through Federal acquisition certification traioamger
development opportunitieseffective tool and technology developmentnd acquisition research.

In supportof this missionFAI partnered with the Office of FedeRtocurenent Policy (OFPRhe Chief
Acquisition Officers Council (CAOC) and the Office of Personnel Managé&rdnjto administerthe

2012 Acquisitin Workforce Competency Survé3WCSJo civilian agency acquisition workforce

members Initially conducted irR007 as a competency survey for the contracting workfptice AWCS

was expanded in 2008 to include Contrak y 3 h F T A O S NCDRsarfsl Pingsain &nd Projéch &S a
ManagergP/PMs) The Department of Defengsnot included in theesurves.

Since 2008, the survey hasen conductediannualy. Consistent wittihe previoustwo iterations, the
purpose ofthe 2012 AWCE twofold:
1. Identify and prioritize the developmental needs of the Fedenalianacquisition workforce
and
2. Inform the allocation of resources to enhance acquisiielated developmental opportunities

A skilled and knowledgable
EXe TS R (e IR gl AThe acquisition workforce ithe backbone obur acquisition

efficient and effective government system. Their skills and good judgment are inextricably tied
operations, as well as the toourD2 SNy YSyiQa FroAfAGe (2
stewardship otaxpayer dollars. The BEEREESEWERe NS EMIER IS
t NFAaARSY(iQa C, Hun
Management Section of the Budget
Submission places a strong emphasi
2y GKS AYL2NIL Yy [0k Sitement Before the Committee on Homeland Security and Governmental Affai
well-trained acquid G A 2y & 2 D

), A May 9, 2012
by undertakingd U0 KS K dzY | y*=5 .
planning and actions need to
improve Federal contractiigé KS | RY A y A & dr\itqiigitidn/markforce dealagmentll
allow the Federal Government to address the challenges identifidte U.S. Government
Accountability Offic@a | A 3K wA a 10 K IANeShitags 6f faihed aéguiditiondérsonnel
impedes the capacity and capability of agencies to oversee and manage contracts that have become
more expensive and increasingly compig:

- Hon. Josepldordan,
Administrator for Federal Procurement Polic

Through the2012 AWCS-AI continusto serveas a conduit taleveloping a skilled acquisition
workforce andmproving existing acquisition human capital planning actions and aieivin addition,
the AWCSllowsthe acquisition community to maan informed investment in the Federal workforce

%t NB i A Ry8or3iPeriormance and Management Section of the Budget Submission
‘L o{® D2OSNYYSYyl !HuORiskyistt oAfAGe hTFTAOSQaA
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[ll.  Survey Structure and Meth odology

The2012 AWCS vgan automated survey hosted on the FAl.gov weBsEal used multiple
communication channels to invite participants to complete the survey, including:

U Communicationsrom acquisition workforcenanagement leaderse(g.,Chief Acquisition
Officers, Senior Procurement Executiv&squisition Career Managers) through internal agency
distribution networks;

U Federalwide mmmunicationdrom FAko members of the acquisition workforgegistered in
the Federal Acquisition Instite Training Application System (FAITAS)

Notesfrom the OFPP Administratoavailable online té-ederalacquisition employeésand
Noticeson the FAI.gov website.

In total, the surveyxompriseds sections:

1. Demographics and Program Area Questio@iestons related to d.J- NIi A @rhdldymenit Q a
characteristics (e.g., job series, grade), demographics (e.g., age eshgation levgl and
certification statuge.g., program area, certification level)

All participants seHeported eitherpursuing or holding certification in one of the threEederal
AcquisitionCertification (FACprograms

2. Technical Competencies and Aligned Skisestions related to theechnical competencies and
aligned skills that represent the specializedljlian acquisitionrspecificexpertiserequired for
successful performanda eachFAQorogramarea. Each program ardaasa uniquecompetency
model thatprovides aconsistentframework oftechnical competencies and aligned skills for
performing acquisitiorrelated work within the program arealhese competencyodelswere
used topopulatethe technical competencies and aligned skills included in the 2012 AWCS.

Participantscompleted questions related to a program aiiéthey indicated either currently
pursuinga level 1 certificatioror holding a certification in that are®articipants holding multiple
certifications werggiven the option otompleing multiple program area sections of the survey

All proficiency andime spent datawere seltreported by survg participants.

3. Business CompetencieQuestions related téhe foundationalcompetencieghat contribute to
successful performance across all acquisipiosfessionalge.g., Attentdn to Detail, Customer
Service)All participants rated their proficiency on each of the business competencies.

4. Training Environment Questions: dzZS&a G A2y a NBf I § SR { 2orgéniz&ionsly Ga 2 7F
culture that supportcontinuedlearning anddevelopment(e.g.,resourcedor training, supervisory
support for training) All participants completed the training environment questions.

® FALgov Website
® Notes from the OFPP _Administrator

FEDERAL ACQUISITION INSTITUTE 4| Page


http://www.fai.gov/drupal/
http://www.fai.gov/drupal/news/notes-ofpp-administrator

5. Supervisory QuestionsQuestions related t@a dzLJS NJJ A i@ 2réaling ant@idp&ting an
organizational culturef continuedlearninganddevelopment. Only participants thaelf
identified asperforming in a supervisomple responded to these questions.

As noted in the introduction, thAWCS isonducted on a biannual basis, which allows fistdrical

comparisons between 2012 and prevgiterationsof the surveyi.e., 2008and 2010. FAI and OFRkh

collaboration withthe Functional Advisory Boardisat comprise experienced acquisition professionals

in the FAGC, FA€COR, and FAR/PM program aregsarecharged with maintaininthe three FAC

program area competency models to better reflect the knowledge, skills and abilities required for
ddz00SaaTdA LISNF2NYI yOS 0 éacris@thelcivili@riagancid dappdriofi A 2 y  LINE
this initiative,each program area competeypenodelwasrevisedprior to the administration of the 2012

surveyto allow for a moreaccurateandO 2 YLINS KSy aA @S |yt feara 2F GKS | Ol
and opportunities for growthAs a result, some competencies and aligned skills were askksshe

first time in this iteration of the AWCS, which prevents a historical comparison of proficiency values for

some competencies.

As in previous iterationsyhen administering the AWCBAI must contendvith the constraint of

accurately identifying ad tracking members of theivilianacquisition workforce on a Fedenaide

level. Through various preventative measures, FAI has made efforts to mitigate the risks associated with
this constraintto minimizeits influence on the results of the survey. Fher details regardinghis

challengeits potential impact on survey results and strategies used to mitigfagechallengecan be

found in the conclusion section of this report.
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V. Survey Demographics

A total of 9,791 acquisition professionaépresentng 47 civilianDepartments/Agenciesncluding all 23
civilian CFO Act agenciesmpleted the 2012 AWCS, an increase of 42% oves, 86 participants tha
completed the survey in 201&espondents with multiple certifications wegésen the optiorno
complete multiple FAC program area sections of the survey. In total, 929 respondents had multiple
certifications (875 respondents with two certifications, and 54 with certifications in all three program
areas). Thus, a total of 10,721 completed FAC progiaa sections were included in the analyses
presented in this report-Alreceived a sufficient number of survey responsegtier2012 AWCS
sample to beconsidered statistically representative alf Federalwide populatiors ofinterest By
obtaining a epresentative sampld;Al can be more confident that tleenclusions drawn based on the
survey sample can be generalized to the broader populafioh. m&lodology andstandardsfor
determiningrepresentative samplavere consistent with those useday the Office of Personnel
Management (OPM its Employee Viewpoint SurveYablel: 2012 AWCS Department/Agency
Participationprovides an overview of participating Departments/Agenae2012 All 23 Federakivilian
CFO At agenciegDepartment of Defensegrsonnel were purposefully not includedie represented in
the 2012 AWCS sample, anave participated in each of the last thréerations of theAWCSlating

back to 2008Additionally, a variety of small agencies are represented in the A8&4@Sle

Tablel: 2012 AWCS Department/Agency Patrticipation

2012 AWCS Department/Agency Participation

Administrative Office of the United States Courts Government Accountability Office

Armed Forces Retirement Home Government Printingffice

Consumer Financial Protection Bureau International Boundary & Water Commission
Consumer Product Safety Commission Library of Congress

Department of Agriculture Millennium Challenge Corporation

Department of Commerce National Aeronautics an&pace Administration
Department of Education National Archives and Records Administration
Department of Energy National Gallery of Art

Department of Health and Human Services National Science Foundation

Department of Homeland Security NuclearRegulatory Commission

Department of Housing and Urban Development Occupational Safety & Health Review Commission
Department of Justice Office of Management and Budget

Department of Labor Office of Personnel Management

Department of State Peace Corps

Department of the Interior Pension Benefit Guaranty Corporation
Department of the Treasury Railroad Retirement Board

Department of Transportation Securities and Exchange Commission

Department of Veterans Affairs Small Business Administration

Environmental Protection Agency Social Security Administration

Equal Employment Opportunity Commission The Court Services and Offender Supervision Agency
Executive Office of the President U.S. Agency for International Development
Federal Deposiinsurance Corporation U.S. International Development Cooperation Agency
Federal Housing Finance Agency United States District Courts

General Services Administration

Boldindicates a CFO Act agency
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Figurel: 2012 Sample by Program Area

Figurel: 2012 Sample by Program Arammarizes
the number of survey participants by Program Area
in 2012 includingparticipants that holda Contracting Professionals
certification in muliple Program AreagContracting C &COR = (@

. " oy 2 A a1 ~ N =3,809.(3 PR
professionalz / 2y UNJ OUAY 3 hFTFAMBNRE wS LJﬁ’gég%ifu IO
(CORsand Program and Project Managdi/PMs)
represent36%, 386 and 26% of the overall sample,
respectively. Furthermore, 929 survey participants,
or 9% of theoverallsurveysample, hold
certifications in multiple program area®f the 929
workforce members that hold multiple certifications,
730, or 79%are certified as botltCORs and P/PMs.

C &P/PM=

~

Contracting Officer's
Representatives (COR)
N = 4,148 (38%)

Program and Project
Managers (P/PM)
N = 2,764 (26%)

Table 2: AWCS Respondent Profile: 2008, 2010, and
2012summarizes aggregate isiey responses to
present a general profile of the typical AWCS QOR& P/PM =
respondent. 730

Table2: AWCS Respondent Profile: 2008, 2010, and 2012

Respondent Profile: _ 2012 AWCS 2010 AWCS 2008 AWCS
Age 51to55YearsOld 51to55YearsOld 51to55 Years Old
Gender Male Female Female
Grade Level GS13 or equivalent GS13 or equivalent GS13 or equivalent
Supervisory Status  Non-supervisory Nonsupervisory Non-supervisory
Education . I OKSt 2 NX. Bachelo@ Degree  Bachelo® Degree
Retirement Eligibility 11 to 20 Years 11to 20 Years 11 to 20 Years
Acquisition Role Contracting Contracting Contracting
Years ofAcquisitionExperience 11to 20 Years 11to 20 Years 11to 20 Years

Figure2: Survey Sample by Program Area: 2010 &0d.2

50%

45%
L 40% 23% 43%
g 35%
“‘g 30% 142010
g, 25% 2012
= 20%
g 15%
& 10% 14%
0% T T T
Contracting Contracting Officer's Program and Project Multiple
Professionals Representatives Managers Certifications

Program Area
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A historical comparison of the AWCS survey sample by program area, summaFigpdén?: Survey
Sample by Program Area: 2010 and 20%%eals a similar composition in 2010 as compared to 2012,
with a greater percentage of P/PNMepresented in the 2012 sample. Both samples contain roughly the
same percentage of participants with certifications in two or more program areas.

FHgure 3: Certification Level by Program Amdepictsthe distribution of participants bycertificationlevel

within each PogramArea for the 2012 sampleAll participantsvere required to enter their

certification level in order t@advance throughi KS  a dzNIS& @ daLy t NPAINBaaé NBLINJ
working toward a Level 1 certification, but are not currently certified.

Figure3: Certification Level by Program Area

3000
2,780

2500
E 2000
o
:5 M In Progress
E 1500 ) 4 Level 1
k] 1,55]] M Level 2
[+]
£ 1000 M Level 3
=
z

802 | 830 - =
500 626 = — 688 -
346 |
U - - T T - - - - 1

Contracting Professionals Contracting Officer's Program and Project Managers
Representative
Program Area

The high number of Level 2 CORs is attributable to the recemiyedFAGCORPolicy which states
that al CORs ceriid prior to January 1, 2012 acertified atLevel 2 unlesdesignated otherwiséy the
agency.

The AWCS survey samples fré@l0and 2012are comparablealong a series afemographiovariables

Figure4: Grade Range by Yearigyres: Grade Range by Year

summarizeshe

percentage okurvey 70%

respondents byrade 60%

range for both 2010 and

2012. Roughly 60% of both

samplesvere GS13s or

above(including the Senior

Executive Service). 10% 4% 4% 4% 59

tF NGAOALN yia ow &= e
GS5-7 GS9-12 GS 13 - Senior Other

Category represent Executive Service

Grade Range

59%

50%
142010
40%

30%

33% M2012
20% Sample

Percentage of Sample

72008 or 2010 AWCS data on certification level are not available for a historical comparison.
® http://www.fai.qov/pdfs/FAGCOR_20Sep2011.pdf
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employees a a pay schedule

other than the General Figure5: Age Range by Year
Schedule 25% ———
Similarly, both the 2010 and %;;20% 1% 8%
2012 samplecontairedasimilar & ., 14%15% 142010
distribution of Federal civilian g 13% 12% 109 2012
acquisition professionals by age %10% on 7% 7% 8%8% %
rangeand education levelas § - 5%
depictedin Figuress and 6, 2% 1% I
respectivelyln 2012, 6% of 0% - ' ' w ' ' w w
Under 26-30 31-35 3640 41-45 4650 51-55 56-60 Over 60

respondentswere 46 years old or 25
older, compared to 64% in 2010 Age Range
Additionally, 79% of participants
in the 2012 sampléeld a Figure6: Education Level by Year

I OKSt 2NR&a 5S3n 5%
41%o0f respondentsoldingan © 40% 40% 38,
advanced degred.é.,a I &G ST1E 34
or Doctoral DegreeSimilarly, % 2% 42010
78% of participants in 2010 held E"zg% 2012
I . OKSf 2NDa 55% ) 10% go; 200 9%
with 38% of respondents halg  * '** i 4% 5% 5% 3y
an advanced degreén analysis 0% - : ‘j ; ‘ - .
of education levels by FAC oy oot Bypekrs et o
program are can be found in the Education Level

W2 2N] F2NOS t NRFAESQ asSOiizy 27
eachprogramspecific sectin of the report.

A comparison ofears offederal

servicebetween 2010 and 2012 Fioure7: Federal Service by Year
reveals adeparture from the 2%
trend outlined in previousharts
As depicted irfFigure 7: Federal
Service by Yeghe 2012 survey
sample contains higher
percentage of individuals wit1-
3 years of federal service.
Additionally, the 2012 sample
contains aslightly lower 0% ‘ ‘ ‘ ; ‘
percentage of respondents with LessYZZ?n 1 1-3Years 4-6Years 7-10Years 11-20Years 21+Years

21 or more years of federal Years of Experience - Federal Service
service when comparedgainst2010.

21% 22% o 21%

20%

o, 17% 18%
17% 16% (] 17% 16%

15%

142010

10% w2012

Percentage of Sample

5% -
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As shown irFigure8: Retirement Figure8: Retirement Eligibility by Year

Eligibility by YeaB9%of the 2012 30% -

survey sampleeported beingeligible - 25%7°%

to retire within the next six years.¢., 2 20%

by FY18)This percentage has 5 20% 16%16% P om0
remained stable since the 2050rvey E,,ls% e PPt w2012
2012 respondentghat reported being g el

eligible to retire over the next five % 1

years were asked whether they 0% ‘ : : | |

Lessthanl 1-3 Years 4-6Years 7-10Years 11-20Years 21+ Years
Year

intended todo sowithin that
timeframe.Table3: Summary of
Retirement by Certification Leyabvides a breattown of retirement eligibility by certification level, as
well asthe percentage ofespondents akach certification level thgtlanto retire in the next 5 years.
62%o0f participants eligible to retire within the next five years intend to do so.

Retirement Eligibility

Table3: Summary of Retirement by Certification Level

Percentage of Eligible
Employees Planning to
Retire in Next 5 Years

Percentage Eligible to Retire

Certification Level in Next 5 Years

In Progress 34% 59%
Level 1 34% 59%
Level 2 3% 63%
Level 3 45% 65%
Total 38% 62%
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V. Technical Competencies and Aligned Skills

SectionV: Technical Competencies and Aligned Skiftenarizes the strengths and opportunities for
development of the Federal civilian acquisition workforce related to the acquisspewific
competenciesand skills thatire required forsuccessful performance. Key findings are organized and
reported by he three FAC Program Areg8) FAC, (B) FACORand (C) FAR/PM.

Each program area summary contains an analysis of 2012 AWCS responses for the related technical
O2YLISGSyOASa IyR IfAIYySR alAaftfa 2dzif AIBR Ay (GKS LI
technical competencies and aligned skills summarize a consistent set of performance standards within

the program area. A technical competency may be thought of as a broader collection of knawledge

skills, abilitiesand other behavioralcharacteristis. Eachtechnical competency in thEAQorogram area

competency models contains a set of related aligned skilish represent more specific behaviors that

are performed when exhibiting the related technical competency.

Participants seifeported their poficiencyandthe amount of time spent, on each technical competency
and aligned skill using the scales provided below:

Proficiency Scale

U None (0): do not possess proficiency in this competency/skill.

U Basic (1) am capable of handling the simplestassignments related to this competency/skill,
but need significant assistance beyond the easiest solutions.

U Foundational (2)1 am capable of handling some assignments involving this competency/skill,
but need assistance beyond routine situations.

U Intermediate (3):1 am capable of handling many dirday assignments involving this
competency/skill, but may seek assistance in difficult or new situations.

U Advanced (4)l am capable of handling most day-day assignments involving this
competency/skill, thogh may seek expert assistance with particularly difficult or unique
situations.

U Expert (5)1 am capable of handling all assignments involving this competency/skill and may
serve as a role model and/or coach for others.

Time Spent Scale

N/A: This competeng/skill is not relevant for my current position
Minimal (1):1 spend very little time on this competency/skill in my normal work activities.
Moderate (2):1 spend a fair amount of time on this competency/skill in my normal work

activities.
U Extensive (3)I spend a large portion of my time on this competency/skill in my normal work
activities.
tF NIAOALI yia aSt SOGSR dbk! é dzyRSNJ GAYS aLlSyd AT |
OdZNNBy il LRaAGA2Yyd® LT dabk! ¢valdelwas nat BidluSed in h&kanaly8ikod NBf I

proficiency ratings.
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A. Federal Acquisition Certification (FAC) z Contracting Professionals

Workforce Profile Table4: FAGC Certification Level

Contractingorofessionals compriseds36 of the overall o Percentage of
. Certification Level
2012survey sampleAs shown imable4: FAGC FACC Sample

Certification Leveforty-two percent ofFAGC respondents | In Progress 16%
were certified at level 3with 21%of contracting Level 1 21%
professionalsertified atboth levels 1 an®. Sixteen Level 2 21%
percent of respondents were working toward a level 1 Level 3 42%

certification.

Figure9: FAGC Grade Range

A comparison of the FAC sample to the oo

overall survey sample reveagyreater

percentage of FAC respondents at the GS 13 £ **

48%

; : . -
andabovelevel including the Senior Executive § 40%
30%

41%

MFAC-C

Servicethan in other program areas.

20%

2012

Ninety-one percent of FAC respondents were

Percentage o

Sample

in the Business and Indug Occupational 10% 9%

4%
Group {.e.,the 1100 series as shown irFigure 0% -
10: FAGC Job Series Distributidine majority 655-7

of these individuals84% werein the
Contractingseries(GS 1102)

A comparison of the highest completed
education level, depicted iRigure 11: FAC
Education Levehetween the FAC participants
and overall survey sample reveals that a highe
percentage of the FAC survey sample holds a
. OKSft 2NRa 5S3INBS 2NJ

343

Figurell: FAGCEducation Level

50%

4% 59
| e
G59-12 GS 13 - Senior Other
Executive Service
Grade Range

Figurel0: FAGC Job Series Distribution

1106 301 Other

45%

0 | 38%

X

35%36%

30%

MFAC-C

20%

M 2012

205 9% 2o, 9%

Sample

Percentage of Sample

10%

T
High Associate's Bachelor's Master's Doctoral Other
School/GED Degree Degree Degree Degree

Education Level

5% 3% 3%
2%
0% ’j | \j e — B~ I

7%

FEDERAL ACQUISITION INSTITUTE

12| Page



Table 5: AWCS FACRespondent Profile: 2008, 2010, 20d2below summarizesiggregate survey
responses from contracting professionals to present a profile for the last three competency surveys. The
profiles are very similag the 2012 respondents are closer to retirement than the 2010 respondents.

Table 5 AWCS FACRespondent Profile: 2008, 2010, and 2012

Respondent Profile 2012 AWCS 2010 AWCS 2008 AWCS
Age 51to55YearsOld 51to55YearsOld 51to55 Years Old
Gender Female Female Female
Grade Level GS13 or equivalent GS13 or equivalent GS113 or equivalent
Supervisory Status  Non-supervisory Non-supervisory Nonsupervisory
Education . I OKSf 2NL . F OKSf 2NL . I OKSf 2 NL
Retirement Eligibility 11to 20 Years 21 + Years 7 to 10 Years
Years of Acquisition Experienc 21 + Years 21 + Years 11 to 20 Years

FAGC Technical Competencies

Figurel2: FAGCCompetency Proficiency by Yeammarizeshe average2012selfreported FACC
competency proficiency values and providekistorical comparison d&FAGCcompetencyproficiengy
ratingsin 2012againstresults from the 2010 and 2008 competency survéysficiencylabels are
included for all 2012 competencies

In support of this initiative, the FAC program area competency model wasisedprior to the

administration of the 2012 survey to allow for a m@ecurate ancdcomprehensive analysis of tfeACC

g2N] F2NOSQa aGNBy3IiKa.As aresultthadyFAGIconpdtandieS and dighdd A NP 4
skills were assessed for the first time in this iteration of the AWCS, which prevents a historical

comparison of proficiency values feomecompetencies.

Aggregate 2012 FAC competency proficiency values were generally arranged between the

intermediate and advanced proficiency, indicating that the average®A€3pondent isapable of

handling many dayo-day assignments involvirige technical competeries but may seek assistance in
difficult or new situationsParticipantselfreported their strongest proficiency as Contract

Administration, with an average proficiency of 3.78. Conversely, Disputes and Appeals was rated as the
lowest competency, withrmaverage proficiency of 2.96.
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Figurel2: FAGC Competency Proficiency by Year

3.49 3.66 3.59 3.26 3.53 3.66 3.78

3.46
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142010

M 2012

oy FAC-C Competency

Figure 12 NoteSingle blue bars represent=ACGC competencies that were added or modified in 2012 and
cannot be compared historically.

Proficiency Scale: None (0) Basic (1) Foundational (2) Intermediate (3) Advanced (4) Expe

A comparison oéverageselfreported proficiency ratingsn 2012against previou®AWCS results reveals
a declinein the average FAC proficiencyetween2008 and 2012 Of the seven competencies where
historical comparisonare possible, the avexgeseltreported proficiencydecline is .24with the largest
declinereportedin Bid Evaluation.

Figurel3: FAGC Competency Proficiency Ratings Distidogummarizeshe percentage of FAC
respondents at each proficiency lewsi FACGC competency. Competencies are arranged from top to
bottom by the percentage of respondents at the expert proficiency level. The average competency
proficiency is presentetb the right of eacthorizontalbar.
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Figurel3:. FAGC Competency Proficiency Ratings Distribution

Contract Administration 3.78
Contract Award 3.66
Competition Requirements 3.66
Proposal Evaluation 3.62
>
Contract Performance 3.62 é
=
Q
Contracting Methods 3.61 ‘-8
Solicitation Planning 3.59 8
3
Contract Negotiations 3.53 -8
@
Contract Types 3.52 3
<
Requirements Definition 3.49 E
o
Socioeconomic Programs 349 O
D
Acquisition Planning 3.46 g
<
Bid Evaluation 3.26
Contract Termination 3.20
Disputes and Appeals 2.96
0% 20% 40% 60% 80% 100%

M None (0) MBasic (1) MFoundational (2) MIntermediate (3) WAdvanced (4) ™ Expert (5)

A breakdowrof 2012proficiency ratings by FAC competencganinform moretargeted,data-driven

human capital planningnd developmenefforts for growing theproficiencyof the contracting
workforce.Knowledge sharing prograndgsigned to retain and disseminate critical institutional
knowledgemay be particularly effective in competency areas veithreater supply of expertise. Such
programs can include mentoring programs that pair a more experienced acquisition professional with
one that has a basic or foundational understanding of key acquisition concepts. Alterkatiwéedge
sharing programsicludeknowledge sharing forums, which can range from weekly Brown Bag sessions
to Department or Federalwide learning eventsind seminars, blogsnd wikis Further considerations

are discussed in theEAGC Key Findingsection at the end of this section.
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Table6: FAGC Ratings by Certification Lepebvidesin-depth analysesf competency proficiency and time spaatingsby FAGC certification
level.

Cells shaded gredndicate proficiency values thatNBE 2y S & il yRI NR RSGALFIGA2y 2NJ Y2NB F1062@3S (GKS
all competenciesCells shadeded indicate proficiency values that anee standard deviatiobelowthe O S NIi A F A O4avérage pfofidieSc@ St Q a
across all comgtencies.For examplelevel 1 FAC professionalon averageselfreported Contract Administrationas a particulastrength,

whereas Bid Evadtiion, Disputes and Appeatnd Contract Terminatiowere selfreported as more challenging

Table6: FAGCRatingsby Certification Level

In Progress Aggregate

FACGC Competencies T|me Time Time Time

Contract Administration* 2.92 1 93 3.22 2.14 3.76 231 2.33 3.78 2.22
Contract Award 2.89 1.80 2.98 1.90 3.63 2.10 4.29 2.14 3.66 2.03
Competition Requirements’ 291 1.84 3.01 1.91 3.61 2.05 4.29 2.12 3.66 2.02
Proposal Evaluation 2.84 1.78 2.9 1.87 3.53 2.06 4.28 2.18 3.62 2.03
Contract Performance* 2.96 1.66 3.00 1.73 3.54 1.91 4.20 2.03 3.62 1.88
Contracting Methods* 2.83 1.86 3.03 2.04 3.57 2.14 4.24 2.16 3.61 2.08
Solicitation Planning 2.77 1.84 2.91 1.94 3.57 2.13 4.25 2.16 3.59 2.06
Contract Negotiations 2.85 1.70 2.74 1.69 3.36 1.89 4.20 2.03 3.53 1.89
Contract Types* 2.70 1.79 2.9 1.97 3.43 2.07 4.20 2.15 3.52 2.04
Requirements Definition 2.81 1.73 3.02 1.92 3.43 1.97 4.04 1.99 3.49 1.93
Socioeconomic Programs 2.85 1.66 2.91 1.70 3.45 1.87 4.02 1.95 3.49 1.84
Acquisition Planning * 2.67 1.70 2.82 1.79 3.32 1.86 4.15 1.96 3.46 1.96
Bid Evaluation 2.56 1.58 2.58 1.60 3.20 1.75 3.94 1.80 3.26 1.71
Contract Termination* 2.63 1.27 2.57 1.26 3.12 1.34 3.72 1.38 3.20 1.33
Disputes and Appeals* 2.35 1.27 2.13 1.25 2.8 1.32 3.54 1.43 2.96 1.35
Average 2.77 1.69 2.85 1.78 3.42 1.92 4.12 1.99 3.50 1.89
ProficiencyScale 0 = None 1 = Basic 2 = Foundational 3 = Intermediate 4 = Advanced 5 = Expert |
Time SpentScale N/A = Not Applicable 1 = Minimal : 2 =Moderate 3 = Extensive \

*Denotes a new or modified FACcompetency in 2012
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As shown imable6: FAGC Ratings by Certification Leuble strengths and developmental

opportunities of the FAC workforce are largely consistent across certification le¥&d&€C

professionals across all certification levetssistentlyrated Contract Administration as an area of

strength Conversely, Bid Evaluation, Disputes and Appeals and Contract Termination were consistently
rated lower than other FAC competenciesCollectively, these trends produce a clgature of the
FACCdevelopmental prioritieshat should betargetedby training and development programs

The three competencies that emerged as developmental needs in theCFAB/ey sample are
understandble, given that FAC professionals have limited @he-job opportunities to develop and
maintain these competencieMore broadly, aloser look at the relationship betweehe amount of

time spent performing a competen@nd theselfreported proficiency reveals a strong, positive
correlation, suggesting that participants devoting a greater percentage of their normal work activities to
a competency felt more proficient (as depictedrigurel4: FAGC Competency Proficiency vs. Time
Spen}. This trend may be useful to consider when developing training opportunities for theG-AC
workforce.Training opportunities should look to incorporate innovative instructional design techniques
that provide forthe practical application of key course contéhtough realistic simulations of job
functions.More experiential training, when possible and appropriate, may be of grémnefit to the

workforce.
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1 15 2 2.5

Average Time Spent

1 Contract Administration 9 Requirements Definition
2 Contracting Methods 10 Contract Negotiations

3 Solicitation Planning 11 ContractPerformance

4 Contract Types 12 Socioeconomic Programs
5 Proposal Evaluation 13 Bid Evaluation

6 Contract Award 14 Disputes and Appeals

7 Competition Requirements 15 Contract Termination

8 Acquisition Planning
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FAGC Aligned Skills

TheFAGC Aligned Skillection summarizes the aggregate proficiency and time spent values of all

aligned skillsEach technical competency within the FEB@ompetency model includes a number of

related aligned skills thatpresentmore specifiknowledge otbehaviorsdemonstraed when

exhibiting the technical competency ¥ 'y | f A3y SR alAft ol a y23G NBf SO
LR2aAldGAz2y> GKSY GKS LI NIAOALI Y (e. hédsa SANCGAS gNbiz@hikS R § 2

Cells shaded green indicate proficiency values that are one standard deviation or more above the
average proficiencyf all aligned skillsCells shaded red indicate proficiency values that are one
standard deviation below the average proficiermgyall digned skills

Table7: FAGC Aligned Skills Ratings

Competency/Aligned Skill Proficiency Time Spent  Percent N/A
1. Acquisition Planning 3.46 1.86

la. Acquisition Plan 3.42 1.78 11%

1b. Entering Procurement Related Data 3.65 1.99 12%

1c. MarketResearch 3.67 1.92 8%

1d. Performance Based Acquisition 3.05 1.64 19%
2. Requirements Definitions 3.49 1.93

2a. Performance Work Statement 3.26 1.78 14%
3. Contracting Methods 3.61 2.08

3a. Blanket Purchase Agreements 3.25 1.63 22%

3b. Contractindy Negotiations 3.63 2.08 16%
4. Contract Types 3.52 2.04

4a. Cash Flow 2.36 1.36 74%

4b. CostReimbursement 3.11 1.70 38%

4c. Fixed Price 3.91 2.24 10%

4e. Incentive Contracts 2.76 1.43 52%

4f. Letter Contracts 2.73 1.32 58%

4g. Time and Materials 3.19 1.66 31%
5. Socioeconomic Programs 3.49 1.84

5a. §a) Program 3.48 1.73 16%

5b. Buy American 3.25 1.61 17%

5c. HUEone 3.25 1.53 22%

5d. Service Contract 3.45 1.74 17%

g?(.);r;\;dlsBusiness and Preference 3.52 188 13%
6. CompetitionRequirements 3.66 2.02

6a. Determine Competition Requirement: 3.66 2.02 10%
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Competency/Aligned Skill Proficiency Time Spent  Percent N/A

7. Solicitation Planning 3.59 2.06
7a. Contract Financing 2.96 1.50 33%
7b. Contract Format 3.59 1.97 14%
7c.Publicizing Proposed Procurements 3.66 191 15%
7d. Sealed Bidding 3.02 151 55%
7e. Simplified Acquisition Procedures 3.74 1.96 13%
7f. Source Selection Criteria 3.49 1.94 13%
8. Bid Evaluation 3.26 1.71
8a. Bid Evaluation 3.30 1.71 44%
8b. Handling Mistakes 3.11 1.48 47%
8c. Sealed Bid Source Selection Evaluat 3.10 1.53 54%
9. Proposal Evaluation 3.62 2.03
9a. Certified Cost or Pricing 3.05 1.63 28%
9b. Communicating to Offerors 3.70 2.02 14%
9c. Proposal Evaluation 3.64 2.03 14%
9d. Types of Costs 3.15 1.70 22%
10. Disputes and Appeals 2.96 1.35
10a. Contractor Debts 2.69 1.29 44%
10b. Disputes 2.96 1.35 32%
10c. Identifying Fraud 2.84 1.31 35%
11. Contract Negotiations 3.53 1.89
11a. Conduct Discussions 3.52 1.83 20%
11b. Conduct Negotiations 3.51 1.85 20%
11c. Negotiation Strategy 3.47 1.81 20%
12. Contract Award 3.66 2.03
12a. Data Entry 3.70 2.06 17%
12b. Debriefings 3.43 1.66 22%
12c. Protests 3.05 1.44 35%
13. Contract Administration 3.78 2.22
13a.Contract Administration 3.80 2.23 10%
13b.Contract Closeout 3.54 1.76 16%
13c.Contract Modifications/Adjust 3.88 2.18 10%
13d.Contract Payments/Financing 3.36 1.74 18%
13eGovernment Property 3.05 1.49 24%
13f. Postaward Conference 3.55 1.71 21%
13g.Special Contract Terms 3.43 1.69 17%
13h.Subcontracting 3.21 1.60 23%
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Competency/Aligned Skill Proficiency  Time Spent| Percent N/A

14. Contract Performance 3.62 1.88
14a. Acceptance 3.54 1.71 21%
14b.Contract Sureillance 3.52 1.77 19%
14c.Selecting Functions for CORs 3.63 1.76 20%
15. Contract Termination 3.20 1.33
15a. Determine Need for Termination 3.24 1.32 28%
15b. Method of Termination 3.25 1.33 28%
Average 3.34 1.72

FAGC Retirement Eligibilit y  Figure 15 FAGC Retirement Eligibility
Figurel5: FAGC Retirement o , ,
Eligibilitypresents a comparison of 26%26%
the retirement eligibility for the 2%
FACC workforce against the
retirement eligibility of theoverall
2012 sample. As depicted in the
figure, the pattern of FAC
retirementeligibility is largely
consistent with that of the overall 0%
survey samplewith 36% of the

FACC workforce eligible to retire

within the next6 years, compared to 39% of the overall sample eligible to retire over the same

24%

19%
I4FAC-C

[

(=]
g

&

15%

2012
Sample

Percentage of Sample
=
S
x
|

5% -

Lessthanl 1-3Years 4-6Years 7-10Years 11-20Years 21+ Years

Year
Retirement Eligibility

timeframe.
Table 8: FAC Retirement Table 8 FAGC Retiement Eligibility
Eligibilityshows the percentage of igi
gt ty f .p Is el qbl Certification  Percentage Eligible to ggrﬁgn;ae%ep(?;rl]z:ﬁ:blz

con r‘."lc |‘ng PIIERSR IS 1d'e Level Retire in Next 5 Years ploy g
to retire in the next 5 years and ~ Retire in Next 5 Years
the percentage of eligible In Progress 2% 58%
employees who are actually Level 1 28% 593/0
planning to retire in the next 5 Level 2 32% 60%

Level 3 64% 65%
years.

Total 36% 62%
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Table9: FAGC Retirement by Proficiensymmarizes the perceageof the FAGC workforce that plans
to retire within the next five years by proficiency leyet each FA@ competencye.g.,37% of FAC
respondentsat the expertproficiency level for Bid Evaluation plan on retinmighin the next 5 years)
Results are organized by the percentag@&xpert level respondents that plan to retingthin the next
five yeardrom greatest to leastThe averageompetency proficiency across all certification levels is
also presented.

Table9: FAGCRetirement by Proficiency
Average

FAGC Competency Proficiency Basic Foundational Intermediate = Advanced Expert
Bid Evaluation 3.26 15% 15% 18% 24% 37%
Disputes and Appeals 2.96 14% 13% 21% 31% 37%
Contract Vpes 3.52 13% 11% 16% 22% 33%
ContractTermination 3.20 11% 13% 21% 28% 33%
Contract Negotiation 3.53 13% 13% 15% 22% 32%
Socioeconomic Programs 3.49 12% 12% 18% 24% 32%
Contract Performance 3.62 15% 12% 16% 23% 32%
Contracting Method 3.61 13% 12% 15% 22% 31%
Acquisition Planning 3.46 16% 16% 15% 23% 31%
Proposal Evaluation 3.62 17% 14% 17% 20% 30%
Competition Requirements 3.66 17% 12% 15% 22% 30%
Contract Award 3.66 14% 10% 14% 21% 30%
Contract Administration 3.78 11% 11% 14% 21% 30%
Solicitation Planning 3.59 19% 14% 15% 21% 29%
Requirements Definition 3.49 18% 12% 16% 24% 29%
Average 14% 13% 16% 23% 32%

Results indicatéhat, within each proficiency leved, relatively consistent sample tife FAGC workforce
plans to retirewithin the next5 years, with the percentage of tHeAGCworkforceplanning on retiring
increasing as proficiency level increases.
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Tablel0: FAGC Retirement Profileompares the average competency proficienfacquisition
professionalghat plan to retire over the nebb years against members of the workforce tlzaie not
eligible toretire. This comparison provides insight irttee technical capabilities of thEACGCworkforce
that are threatened to be negatively impacted by impending retirement

Table1l0: FAGCRetirement Profile

Average Competency Proficiency

FAGC Competency G 2c_PIan Difference Level 3 OV ?r_PIan Difference
to Retire to Retire
Acquisition Planning 3.29 3.48 -0.19 4.11 4.24 -0.13
Requirements Definition 3.38 3.60 -0.22 4.01 4.12 -0.11
Contracting Methods 3.51 3.84 -0.33 4.20 4.37 -0.17
Contract Types 3.38 3.64 -0.26 4.13 4.38 -0.25
Socioeconomic Programs 3.40 3.65 -0.25 3.96 4.18 -0.22
Competition Requirements 3.59 3.69 -0.10 4.25 4.39 -0.14
Solicitation Planning 3.56 3.60 -0.04 4.22 431 -0.09
Bid Evaluation 3.12 3.52 -0.40 3.83 4.20 -0.37
Proposal Evaluation 3.49 3.69 -0.20 4.24 4.38 -0.14
Disputes and Appeals 2.69 3.25 -0.56 3.43 3.85 -0.42
Contract Negotiations 3.28 3.70 -0.42 4.14 4.36 -0.22
Contract Award 3.57 3.90 -0.33 4.24 4.42 -0.18
Contract Administration 3.71 3.97 -0.26 4.35 4.54 -0.19
Contract Performance 3.49 3.74 -0.25 4.13 4.41 -0.28
Contract Termination 3.04 3.46 -0.42 3.65 3.92 -0.27

FACC acquisition professionals planning to retire within the rieyéarsreporteda higher average
proficiency across all competenciasboth the level 2 and 3 certification levels. The average difference
between professionals planning to retire withime next5 years anahose not eligible to retire were

.28 and-.21 at levels 2 and 3 respectively.

Among employees with a level 2 certification, the largest proficiency gap between employees planning
on retiring in 5 years and the remainder of te@mpleis related to Disputes and Appeal$6).In

addition to being the competency most threatened by retiremewuér the next years Disputes and
Appeals was also seakported as the lowest average proficiency among level 2 employees. Contract
Negoiations €.42), Contract Termination.42) and Bid Evaluation40) also emerged as relatively
larger gaps at the level 2 certification levEhree of the four competencies with the largest gaps
betweenlevel 2individuals planning on retiring in the xie5 years and the remainder of tHevel 2
workforce relate to the contract award processiggestinghat Federalwide efforts should be devoted
to preserving institutional knowledgend building expertiseelated to this phase, in particular.
Converselylevel 2 employees not eligible to retire over the n&xtears are approximately as proficient
as employees planning on retiring on the Solicitation Planning and CadiopdRequirements
competencies, indicating less of a threat exists to losing expdrtithese areas due to retirement.
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Similar to level 2, the largeptoficiency gap between level 3 employees planning on retiniitigin 5
years and the remainder of the level 3 sample istegldo Disputes and Appeals42). Bid Evaluation
also emergeds a relatively larger gap among level 3 employe83).

FAGC Key Findings

A comparison of average setported proficiency ratings in 2012 against previous A& &ions

reveals a decline in the average FB@roficiency betweeB008and 2012 Thi decline in proficiency
warrants further review to better understand the implications and impact on the acquisition workforce
from a strategic human capital perspective.

In 2012, Contract Administration, defined as administering contract requirementsi@r to ensure the
effective delivery of the contracted for goods and services, emerged as a consistent area of strength
across all certification levels. In contrast, Bid Evaluation, Disputes and Appeals and Contract Termination
were consistently rated loar than other FA@ competencies at each certification level, with Disputes

and Appeals, defined as the ability to analyze disputes and appeaiseepetted as the lowest average
proficiency at each certification levé&ontracting Professionals with avel 1 certification, as well as

those working toward a Level 1 certification, also reported a lower proficiency related to Bid Evaluation.

A strong relationship exists between time spent and technical proficiency withifAGC program

area. Specifichl, participants who devote a greater percentage of their normal work activities to a
competency also reported a highproficiency with thatcompetency. In contrast, participants devoting
a smaller percentage of their normal work activities toompetency repded lesser proficiency with
that competency. The lower proficiency scores for Disputes and Appeals and Contract Termination
likely result from fewer occasions for staff to deal with these types of actions.

An analysis of retirement eligltty by competency reveatl that Disputes and Appeals and Bid

Evaluation have the greatest percentage of respondents at the expert proficiency level that are planning
to retire withinthe next5 years. This fact, coupled with the low average proficienaiethese

competencies, suggestisat future FAGC training and development opportunitisiouldtarget the
development of these skills Iavel 2 and level BACGC professionaldlhis may help mitigate the risk of
losing key expertisi these competencieas a result of retirement.
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B. Federal Acquisition Certification (FAC) z#1 1 OOAAOEI ¢ |/ AAEAA0B8 O

Representatives

Workforce Profile Table 11: FACOR Certification Level

h@SNI ff2 /2yiNFOGAYyd hTTA Cortifontion Leyel _PeTCENagE Of ?Sa
38% of the 2012 survesample.Of the 4,148 CORs who ez Mg s ~ FAGCOR Sample

responded to the survey, 346, or 8%, are currently workin In Progress 8%
towards a Level 1 certificatioSlightly more than twahirds | Level 1 14%
of the workforce holds a Level 2 certification, while those | Level 2 68%
members holding a Level 1 or Level &itieation mmprise | Level 3 10%

14 % and 1% of the workorce, respectively.

A comparison of the FACOR
sample to the overall survey sample
reveals a strong similarity between
grade ranges ahe two groups,
with the largest disparity coming at
the intermediate level. In
comparison to the overall sample,
the COR population has a greater
percentage of workforce members
at the Intermediate Levegnd
contains less Expert Level
members.

Figurel6: FAGCOR Grade Range

While theFAGCOR workforce Figurel7: FAGCOR Job Series Distribution
comprises numerous job series,
14% of respondents identified
themselves as members of the 343
(Management and Program
Analysis) job series. Indicative of
the wide range in responses, more
than 53% of respondents identified
with a job setes that comprised
less than 2% of overdlAGCOR
responses.
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